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Many studies have been conducted by researchers either academia or practitioner to 
understand factors contributing to expatriate effectiveness in the international 
assignments. However, the absence of reliable individual factors contributing to 
expatriate effectiveness in international assignments has remained the gap in the 
literature. The present study fills the gap by examining the relationship between 
individual differences consist of cultural intelligence and personality and expatriate 
effectiveness in terms of cross-cultural adjustment and job performance using a 
sample of 332 expatriates working in Malaysia. Sample list of the study drawn from 
24 directories of foreign Business Chamber of Commerce in Malaysia. Data was 
collected using the survey method consist of mail and online questionnaire. The nine 
research questions and eight research objectives of the study answered by performing 
appropriate descriptive and inferential statistical analyses. The eight main hypotheses 
of the study tested using the hierarchical and multiple regression analyses.  
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The findings of the study revealed that there is a significant positive relationship 
between (i) cultural intelligence and cross-cultural adjustment; (ii) cultural 
intelligence and job performance; (iii) personality and cultural intelligence; (iv) 
personality and cross-cultural adjustment; (v) personality and job performance; and 
(vi) cross-cultural adjustment and job performance. In this study, motivational and 
behavioural dimension of cultural intelligence and personality factors of 
agreeableness, openness to experience and conscientiousness found to be positively 
related to most of the dimensions of cross-cultural adjustment and job performance. 
The findings imply that the motivational and behavioural dimension of cultural 
intelligence and personality factors of agreeableness, openness to experience and 
conscientiousness are more significant in predicting cross-cultural adjustment and 
job performance among expatriates in Malaysia. Findings of this study also revealed 
that cross-cultural adjustment mediates the relationship between individual 
differences and job performance, implying that cultural intelligence and personality 
explains the variance in job performance indirectly, mediated through cross-cultural 
adjustment. The mediating role played by cross-cultural adjustment helps to explain 
the underlying process that is responsible for the relationship between individual 
differences and job performance of expatriates.  
 
The findings of this study have significantly contributed to the advancement of 
knowledge in cross-cultural management field evident that cultural intelligence and 
personality factors are vital cross-cultural competency that facilitates expatriates 
cross-cultural adjustment and job performance in international assignments. With the 
evidence on the usefulness of cultural intelligence and personality factor to facilitate 
expatriate cross-cultural adjustment and job performance, the findings of this study 
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also have practical implications to the expatriating firms in the area of selection, 
training and development of candidate for international assignments.               
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HUBUNGAN DI ANTARA KEPINTARAN BUDAYA, PERSONALITI, 
PENYESUAIAN SILANG BUDAYA DAN PRESTASI KERJA DI 
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Oleh 
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September 2010 
 
 
Pengerusi: Profesor Raduan Che Rose, Ph. D 
 
Fakulti: Sekolah Pengajian Siswazah Pengurusan 
  
Para penyelidik sama ada ahli akademik atau pengamal industri telah melakukan 
banyak kajian untuk memahami faktor yang menyumbang ke arah keberkesanan 
ekspatriat dalam tugasan antarabangsa. Namun begitu, ketiadaan faktor individu 
yang kukuh menyumbang ke arah keberkesanan ekspatriat dalam tugasan 
antarabangsa masih kekal sebagai jurang literatur. Kajian ini memenuhi jurang 
tersebut dengan mengkaji hubungan di antara perbezaan individu terdiri daripada 
kepintaran budaya dan personaliti dan keberkesanan ekspatriat dari segi penyesuaian 
silang budaya dan prestasi kerja dengan menggunakan sampel 332 ekspatriat yang 
bekerja di Malaysia. Senarai sampel kajian diambil daripada 24 direktori Dewan 
Perniagaan Asing di Malaysia. Data telah dikutip menggunakan kaedah tinjauan 
terdiri daripada soal-selidik pos dan dalam talian. Sembilan persoalan dan lapan 
objektif kajian ini telah dijawab dengan menjalankan analisis statistik diskriptif dan 
inferens yang sesuai. Lapan hipotesis utama kajian ini telah diuji menggunakan 
kaedah regresi hierarki dan berbilang.  
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Dapatan kajian ini memperlihatkan adanya hubungan positif yang signifikan di 
antara (i) kepintaran budaya dan penyesuaian silang budaya; (ii) kepintaran budaya 
dan prestasi kerja; (iii) personaliti dan kepintaran budaya; (iv) personaliti dan 
penyesuaian silang budaya; (v) personaliti dan prestasi kerja; dan (vi) penyesuaian 
silang budaya dan prestasi kerja. Dalam kajian ini, dimensi motivasi dan gelagat 
kepintaran budaya dan faktor personaliti kepersetujuan (agreeableness), keterbukaan 
terhadap pengalaman (openness to experience) dan berhati-hati (conscientiousness) 
didapati telah berhubung secara positif dengan kebanyakan dimensi penyesuaian 
silang budaya dan prestasi kerja ekspatriat. Dapatan ini menandakan bahawa dimensi 
motivasi dan gelagat kepintaran budaya dan faktor personaliti kepersetujuan, 
keterbukaan terhadap pengalaman dan berhati-hati adalah lebih signifikan dalam 
meramal penyesuaian silang budaya dan prestasi kerja di kalangan ekspatriat di 
Malaysia. Dapatan kajian ini juga memperlihatkan penyesuaian silang budaya 
mengantara hubungan di antara perbezaan individu dan prestasi kerja, menandakan 
bahawa varian di dalam prestasi kerja diterangkan oleh kepintaran budaya dan 
personaliti secara tidak langsung, dipengantara oleh penyesuaian silang budaya. 
Peranan pengantaraan yang dimainkan oleh penyesuaian silang budaya membantu 
menerangkan proses yang bertanggungjawab mendasari hubungan di antara 
perbezaan individu dan prestasi kerja ekspatriat.  
 
Dapatan kajian ini telah menyumbang secara signifikan ke arah pemajuan 
pengetahuan dalam bidang pengurusan silang budaya memandangkan faktor 
kepintaran budaya dan personaliti didapati kompetensi silang budaya yang penting 
untuk memudahkan penyesuaian silang budaya dan prestasi kerja ekspatriat dalam 
tugasan antarabangsa. Bersandarkan bukti manfaat faktor kepintaran budaya dan 
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personaliti dalam memudahkan penyesuaian silang budaya dan prestasi kerja 
ekspatriat, dapatan kajian ini juga mempunyai implikasi praktikal kepada firma yang 
mengekspatriat dalam pemilihan, latihan dan pembangunan calon untuk tugasan 
antarabangsa.       
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